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ABSTRACT 

Data on the work force in Technical and Further Education 
(TAFE) institutes in Victoria, Australia, for 1993-1998 reveal a number of 
structural changes. First, the number of women staff increased from 46% to 
53%, although men still constitute 54% of the teaching staff. As full-time 
staff employment dropped an average of 1.1% annually, part-time employment 
increased 9.9%. Overall, full-time tenured males have been replaced with 
part-time males and females on fixed-term or sessional contracts. The 
proportion of teachers on TAFE staffs has declined 3 percentage points. 
Changes in the TAFE work force parallel those in the economy as a whole, such 
as a shift in industrial structure from manufacturing toward service and 
information technology. Just as in the general economy, a decreasing core of 
full-time tenured staff is surrounded by an increasing periphery of part-time 
sessional/short-term employees. Factors fueling this trend include industrial 
restructuring, an abundant labor supply in the peripheral market, and a 
decline in union membership. During the period of the study, TAFE institutes 
were amalgamated from 32 to 19 in order to create a competitive market. The 
changes in the TAFE work force have implications for professional 
development, workplace child care, and flexible working hours. The data 
indicate a wide variation in the way each institute has responded to changes. 
(Contains 17 references.) (SK) 
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Abstract 

This paper describes changes in the TAFE workforce in Victoria for the 1993-98 period. 
The analyses show that the TAFE workforce has experienced a number of structural 
changes. First, there has been an increase in the participation of women. Females have 
been a majority of the workforce since 1995 and the trends suggest that feminisation of 
the workforce is likely to increase in the future. Second, the period saw a tremendous 
growth in part-time employment and a decline in mainly full-time male employment. 
Most part-time employment is non-tenured, as either fixed-term contract or sessional 
positions. The period covered in this paper is associated with some quite significant 
changes in the structure and operations of the VET sector in the State. They range from 
the amalgamation of 32 TAFE institutes into 19 to attempts at creating a competitive 
market for the sector in which public and private providers compete for public funds 
earmarked for the sector. At the same time the demand for training has shifted from the 
declining manufacturing industries to the service and information technology industries. 
The analyses of the institute-level staffing profiles suggest the institutes responded 
differentially to the above changes. 
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Introduction 



The Technical and Further Education (TAFE) institutes in Australia employ a range of 
individuals in a variety of occupations, a majority of them teachers. This paper looks at 
the structural shifts that have occurred in the TAFE workforce in Victoria, one of the 
eight States and Territories that make up the Commonwealth of Australia, during the 
period 1993-98. Under the Federal system the State and Territory governments have 
statutory responsibility for the regulation and administration of education and training in 
their jurisdiction. 

A national perspective 

TAFE institutes in Australia provide most of the publicly funded post-school vocational 
education and training (VET) in the country. In 1 998, 75 percent of the over 1 .5 million 
students who undertook some kind of off-the-job VET did so at a TAFE institute or 
other publicly funded organisation such as a school (NCVER 1999a). The 
overwhelming number, however, were TAFE-based. In this respect the TAFE 
workforce represents the majority of people who work in the VET sector. 

The TAFE system in Australia has a number of features that distinguish it from other 
non-university tertiary education systems around the world. Few other systems in the 
world offer the breadth of programs, and have students enrolled from such diverse 
backgrounds as the Australian TAFE system. Compared to other OECD countries, the 
proportion of mature-age and part-time students enrolled in the Australian TAFE system 
is relatively large (OECD 1998). For example, in 1996, Australia ranked fourth out of 
19 countries in terms of the participation rate among the 17-34 year age group in non- 
university tertiary education, it ranked first out of 15 countries in terms of the 
participation rate among the 26-29 year age group. Furthermore, Australia had the 
highest proportion (80 percent) of students enrolled on a part-time basis. 

The range of programs offered by TAFE institutes include: 

• recreational non-award courses for personal interest, leisure or general enrichment; 

• pre-vocational training and basic education in areas such as literacy, numeracy and 
adult education; 

• initial VET such as apprenticeships and technician training; and 

• post-initial training such as advanced certificates and associate diplomas in a variety 
of areas. 

The TAFE workforce in Australia has been affected by a number of factors over the last 
decade. These factors range from globalisation and technological change to State and 
Federal micro-economic reform. Globalisation has resulted in the demise of traditional 
manufacturing industries. Victoria has been more affected by this because traditionally 
manufacturing formed a cornerstone of its economy. Consequently, the demand for 
training in some of these industries has declined. On the other hand because of the 
growing importance of the information technology, tourism, community services, and 
business and finance industries, the demand for tr ainin g in these areas has increased. In 
summary, there has been a redistribution of demand for training across industry and 
discipline groups. 
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A number of national structural reforms in the VET sector, beginning with the release of 
Skills for Australia (Dawkins and Holding 1987), are also likely to have had an effect on 
the composition of the TAFE workforce. The reforms' aims have been to make the 
system more efficient, effective, flexible and responsive to industry needs. One of these 
reforms has been the creation of a national market for VET where both public and 
private providers would compete. Among reforms trialed at the national level to create 
competition and increase efficiency has been the concept of user choice. Under user 
choice the clients (employers) are empowered to choose the supplier of, and negotiate 
for the type of, training for their employees, although financing of the tr aini ng still 
remained the responsibility of the government. 

As a way of further opening the training market to competition, an increasing proportion 
of funding is being allocated through open tenders. Contestable funding increased from 
just over $20 million in 1995 to nearly $400 million in 1999 (ANTA 1997, 1999b). 
TAFE institutes not only bid against private providers for these tenders, but also against 
each other. By 1999, over 900 of the 1,600 registered training organisations were 
accessing contestable funds (ANTA 1999b). 

At the curriculum level the reforms include the introduction of competency-based 
training (CBT) and training packages. CBT emphasises outcomes such as attainment 
and demonstration of knowledge, skills and application, as opposed to inputs such as 
time spent. Training packages include discrete competencies that make up a course of 
training for a particular industry or occupation. They are certified under a national 
training framework to ensure appropriate standards and quality. The packages also 
include procedures for registration, delivery, assessment and certification. 

The introduction of the training market and flexible delivery through training packages 
has redefined the nature of teachers’ work. According to Kell et al. (1997), these 
changes have simultaneously broadened the role of teachers and intensified their work. 

TAFE teaching has been going through a process of deregulation since 1992. Formal 
traditional teaching qualifications are no longer necessary to teach in a TAFE institute. 
The minimum requirements now seem to be a Level IV Certificate in workplace training 
and assessment. 

The changes in the industrial relations climate in the 1990s are also likely to have had 
an impact on the structure of the workforce. Enterprise bargaining and other workplace 
relations legislation has encouraged differentiation, across institutes, in award 
conditions. The legislation has allowed an individual to completely opt out of the 
collective bargaining system and instead have a personal contract of employment with 
the institute in which they work. 

Victorian context 

Victoria is Australia’s second most populous State with 25 percent of the population. Its 
share of the total number of students enrolled nationally in vocational education 
programs has been above its relative population size, although it fell from 31 to 28 
percent in the 1993-98 period (NCVER 1999a). 
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TAFE institutes in Australia are given a certain degree of autonomy to manage their 
own affairs, but in Victoria the decision-making is even more decentralised than in the 
rest of the country. However the system has gone through a considerable amount of 
centrally imposed restructuring in recent times. By mid- 1997, 25 stand-alone institutes 
remained from a total of 32 in 1993. This number was further reduced to 19 multi- 
campus institutes by the end of 1998 following recommendations made in Ramler 
(1997). 

During this period the Victorian Government had an agenda to create competitive 
markets and to transfer public activities to the private sector, among other things. Even 
though all other States and Territories have also been participants in a national 
competition policy following the Hillmer (1993) report, Victoria has been one of the 
more aggressive States in pursuit of this policy. The impact of these policies on a TAFE 
institute has been, first, reduced State government funding, and second, increased 
competition with private providers and other institutes for a growing proportion of the 
public outlays for VET. 

According to published financial data for VET in Australia, Victoria’s proportion of the 
total operating revenue for publicly funded VET has remained at around 24 percent for 
the 1995-98 period. However as Table 1 shows, the distribution of the proportions 
coming from different sources is quite different in Victoria compared to the rest of 
Australia. The State government contribution makes up a significantly smaller 
proportion of the total in Victoria than in the rest of Australia, but the contribution from 
fee-for-service and other sources is a much bigger proportion. 

Table 1 Sources of recurrent operating revenue (percentage) for publicly funded 
VET in Victoria compared to rest of Australia, 1995-98 



Victoria 


State 

Government 


Commonwealth Fee-for-service 
Government 


Other sources 


Total 


1995 


52 


22 


12 


14 


100 


1996 


48 


22 


17 


13 


100 


1997 


45 


25 


17 


13 


100 


1998 


49 


21 


17 


13 


100 


Average 1995-98 


49 


22 


16 


13 


100 








Rest of Australia 






1995 


61 


23 


10 


06 


100 


1996 


61 


24 


06 


09 


100 


1997 


59 


25 


07 


09 


100 


1998 


62 


24 


06 


08 


100 


Average 1995-98 


61 


24 


07 


08 


100 



Source: NCVER (1996), NCVER (1997), NCVER (1998), NCVER (1999b) 



Until the change of government in late 1999, Victoria was at the forefront in allocating 
resources in VET through contestable means. In 1999, nearly $100 million dollars, or 19 
percent of government funds for training (including for user choice program), were 
contestable, and there were over 950 registered private providers of training (STB 
(Victoria) 1999). 




3 



8 



The TAFE institutes' delivery of student contact hours (SCH) increased by 1 5 percent 
between 1993 and 1998. On the other hand the average unit cost of delivery declined to 
such an extent that in Victoria the average in 1998 was $10.30 per SCH compared to the 
national average of $13.40 (ANTA 1999a). 

The net results of changes in this period for TAFE in Victoria have been: 

• lower State funding in real terms; 

• increased reliance on other revenue sources, including fee-for-service; and 

• increased competition with other institutes and private providers for a growing 
proportion of contestable State funds. 

Thus the TAFE institutes in Victoria have been in rather a unique situation in the 1990s. 
Not only did they have to go through the process of amalgamation, but they also had to 
become partially entrepreneurial to raise revenue to compensate for the reduction in 
uncontestable funds from the State government. 

Structure of this paper 

The next section describes the collection of statistics on the Victorian TAFE workforce. 
It includes description and handling of missing values and data entry errors. Section 3 
describes changes in the structure of the workforce as a whole. Patterns of employment 
of teachers are presented in section 4 and of non-teaching staff in the section 5. 
Institute-level differences in employment structure are briefly examined in section 6. A 
discussion of the findings is contained in section 7. Finally, the last section contains 
some conclusions. 

2 Data 

Administrative data, collected by the then Office of Training and Further Education 
(OTFE) between 1993 and 1998, are used for the analyses reported here. These data are 
unique in the sense that similar data for other States and Territories are not readily 
available. The collection is based on the monthly staffing returns made by individual 
institutes to the central office 1 . They contain aggregate number of persons employed by 
sex and time fraction of employment (full-time or part-time) for each institute. The da ta 
are also categorised by teaching and non-teaching functions. Both head count and 
equivalent full-time (EFT) data are collected. 

Other data used in the analyses in this paper are those on training delivery (in SCH) by 
fields of study for the 1993-98 period. These were provided by OTFE, too. 



The OTFE ceased collecting one institute’s data after May 1997 because they were considered 
unreliable. The institute, which became a division of a university, found it difficult to allocate the time 
spent by each staff member between university and TAFE activities. 
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